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 The goal of this research was to explore how institutional and interpersonal trust 
affect organizational commitment within voluntary organizations. This research focused 
on civic engagement and religious organizations as forms of voluntary organizations and 
utilized previously validated instruments as the means to collect data. The participants 
were obtained by a random sample of students, staff, and faculty from a mid-sized 
university in the Rocky Mountain Region of the United States and the data collection 
method was an email with a description of the project and a link to the survey. The 
survey responses resulted in a sample size of 189 participants. The predominant finding 
in this research was that interpersonal trust is a statistically significant variable with 
attempting to predict organizational commitment within voluntary institutions. 
Institutional trust had little to no significance when looking at organizational commitment 
within these two forms of voluntary institutions. The implications of this research have 
the potential to inform the institutional decisions of voluntary organizations to help aid in 
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INTRODUCTION AND RESEARCH QUESTIONS 
 The section of Sociology that studies institutions is as old as the discipline itself. 
One of the founders of Sociology, Emile Durkheim (1895), states that sociology is the 
“science of institutions, their genesis and their functioning” (45). In recent years, one of 
the focuses of institutional sociology has shifted to discussing institutional and 
organizational trust and the role that it plays in organizational commitment (Costigan et 
al., 1998, Dirks & Ferrin, 2001, Cho & Park, 2011, Baek & Jung, 2015). Giddens (1990) 
theorizes that trust exists as a social necessity because of the modernization of society. 
Due to the disembedding of social relationships, it is impossible for individuals within 
social interactions to have access to all of the information pertaining to the situation and 
it is impossible for individuals to wholly know the interworkings of an organization 
(Giddens 1990). Similarly, James Coleman (1988) posits that trust in the form of social 
capital is an essential piece that holds social structures together and helps them 
accomplish desired goals. 
The existing literature surrounding trust within organizations has focused 
primarily on the business sector of institutions and how employees within organizations 
form institutional trust, interpersonal trust, and commitment to the organization (Tan & 
Tan, 2000, Cho & Park, 2011). These studies attempt to explain how interpersonal 
interactions (interactions between coworkers and supervisors) form the overarching 




There are two preexisting models that informed this research. The first model is 
the median-effect model of institutional trust, which states that institutional trust (trust in 
management) is a mediating factor within the relationship between interpersonal trust 
(trust in coworkers and supervisors) and organizational commitment (Baek & Jung, 
2015). The second model is the main-effect model, which states that interpersonal and 
institutional trust have mutually exclusive effects on organizational commitment (Braun, 
Peus, Weisweiler, & Frey, 2012). The roles of interpersonal and institutional trust, as well 
as these two models of trust, have not been extensively tested within the voluntary sector, 
so this research explored whether there is a relationship between institutional trust, 
interpersonal trust, and organizational commitment within voluntary/civic organizations 
and to explore the effect of the interaction between interpersonal and institutional trust on 
organizational commitment. The research questions that defined this study were as 
follows: 
Q1  Does either interpersonal trust or institutional trust affect organizational 
commitment within a voluntary setting? 
 
Q2  Which form of trust has a stronger relationship with organizational 
commitment in voluntary organizations? 
 
Q3  Does the interaction between institutional trust and interpersonal trust 
make the relationship to organizational commitment stronger in voluntary 
organizations? 
 
 Considering how trust functions within institutions is important in a society where 
trust is becoming more important to social interactions. This thesis used background 
research informed by social theory, as well as original research to examine how trust 
operates within voluntary institutions. There is little research on trust in voluntary 








REVIEW OF THE LITERATURE 
ORGANIZATIONAL THEORY AND  
THEORIES OF TRUST 
 
Trust is a social reality (Lewis and Weigert 1985). What Lewis and Weigart 
meant when they wrote their article about trust as a sociological concept was that trust 
exists within individual psyches, but it also exists as a force that holds the institutional 
fabric of society together. Many writings on trust draw from Georg Simmel’s (1978) 
theory on trust, which states that  
without the general trust that people have in each other, society itself 
would disintegrate, for very few relationships are based entirely upon what 
is known with certainty about another person, and very few relationships 
would endure if trust were not as strong as, or stronger than, rational proof 
or personal observation (178-179). 
Trust applies to a broader range of situations than just those that include an individual or 
trust between individuals. It is a necessary component to relationships and social life, 
which defines it as not only a psychological concept, but a social reality that people 
experience in the context of relationships, interactions with others, and interactions with 
societal organizations and institutions.  
The role that trust plays in organizational effectiveness has been studied as early 




theme in organizational and management research continued into more contemporary 
work where researchers have found that interpersonal and institutional trust within 
organizations has positive effects on factors such as individual performance, cooperation 
within the organization, and job satisfaction (Axelrod 1984, Driscoll 1978, Robinson 
1996). Trust remains an important factor within contemporary organizations where 
interactions are more increasingly becoming less face to face and building social capital 
has become more important than ever. 
Within this section, I will be exploring organizational theory and the role that trust 
plays within organizations. There has been a large amount of contemporary research that 
has emphasized trust as a necessary component of organizations getting accomplishing 
effective work as well as levels of employee engagement. Aryee, Budhwar, and Chen 
(2002) suggest that employee trust within an organization positively affects work 
attitudes and job satisfaction. Sousa-Lima et al. (2013) also found that organizations that 
reward their employees in fair and consistent ways have higher levels of organizational 
trust. This study also found that these higher levels of trust in the organization had 
positive impacts on organizational commitment and turnover rates (ibid). Additionally, 
La Porta et al. (1997) found that trust specifically within large organizations promotes 
cooperation throughout the organization in a similar way that social capital and trust 
between individuals promotes cooperation within societies. This bedrock of research on 
the role of trust within organizations is important to keep in mind when examining social 
theories of trust and how they have the potential to apply to modern organizational 






 The social theorist, James Coleman, is a helpful resource when attempting to 
understand how trust functions as a tool that helps hold society together. Coleman (1988) 
is primarily concerned with social capital, which he explains is “defined by its function” 
as a tool to facilitate certain outcomes within social interactions. As one form of social 
capital, Coleman (1988), describes “obligations, expectations, and trustworthiness of 
structures” as a form of social capital that creates bonds of reciprocity and allows for 
relationships to be formed (102). This form of social capital is based on motivations to 
achieve personal interests. For example, an individual can enter into a relationship with a 
voluntary organization with a personal interest in moral affirmation or justification, and 
there must be a reasonable expectation that those personal interests will be met. This 
form of trust may be communicated directly and formally, or informally through 
assumptions. Nevertheless, trust becomes a necessary component to extracting personal 
interests and outcomes through social interactions based on this form of social capital. 
Coleman (1988) goes on to explain that social capital is important in social 
structures and organizations because these social structures approach individual actors 
“as resources that they can use to achieve their interests” (101). He claims that this is 
useful because it elucidates how individual actors as resources can be combined with  
other resources in order to achieve desired goals and objectives. This combining of 
resources has the ability to affect and create both system-level behavior and different 
outcomes for the individual actors (1988). 
 Coleman (1988) further relates his theories of social capital to trust by explaining 




mistrust for out-group members. Although this juxtaposition exists, Coleman also 
explains that trust generated from norms of reciprocity is necessary to produce valuable 
action within the group and when this trust is formed between individuals and 
organizations, that trust may then be communicated to other members within individuals’ 
social networks. For example, members of churches who attend voluntarily and have 
built significant trust in the organization they attend based on these bonds of reciprocity 
then have the potential to communicate that trust to individuals who may not be involved 
in that organization. This forms a mutual bond of reciprocity because both the 
individual’s interests and the organization’s interests are being met. 
ANTHONY GIDDENS 
Anthony Giddens continued the conversation on trust within sociology by 
expanding on the ideas that Simmel and Coleman presented. In his book The 
Consequences of Modernity (1990), Giddens paints a picture of the benefits and pitfalls 
of the modern world. He claims that modernity has many benefits including the 
advancements of technology, ease of access to knowledge, and so forth, but the modern 
world has also changed the way in which people interact with each other. One of the  
main points Giddens (1990) makes is that time and space are reorganized in the modern 
world. He uses the term “time-space distanciation” to explain the idea that place and 
space are no longer tied to each other in contemporary society. He claims that in pre-
modern societies place and space almost always coincided since interaction was heavily 
dependent on the idea of presence, or two or more individuals being in the same place (or 
locale) geographically. Space is now being separated from place with advancements in 




involving face-to-face interaction. Time-space distanciation goes hand in hand with the 
idea of “disembedding,” which Giddens (1990) defines as “the lifting out of social 
relations from local contexts of interaction and their restructuring across indefinite spans 
of time-space” (21).  Remote interaction has now become a significant part of social life. 
Modern relationships now have the capacity to be distant thanks to advancements in 
technology. We see this in society by the internet giving people access to platforms that 
can bridge distance or time, such as Facebook and Skype. 
 Giddens (1990) begins to connect the idea of modernity to trust when he talks 
about mechanisms of disembedding: “symbolic tokens” and “expert systems.” Giddens 
(1990) provides money as an example of a symbolic token, which he defines as 
“mediums of interchange which can be passed around” (22). In the modern world, money 
exists in a state where people making deals or exchanges utilizing money no longer have 
to be face-to-face to exchange currency for goods and services. Giddens (1990) defines 
expert systems as “systems of technical accomplishment or professional expertise that  
organize large areas of the material and social environments in which we live today” 
(27). We have trust in architects, contractors, and building inspectors to ensure the 
integrity of our homes, and we tend to not worry about or even consider our homes 
collapsing on us. This conceptualization of trust is very similar to Coleman’s ideas about 
trust and bonds of reciprocity. Giddens (1990) says that we have “faith” in these 
processes, but the faith is not necessarily placed in the individuals themselves, but in the 
expert knowledge that they employ. Giddens (1990) explains that “expert systems are 
disembedding mechanisms because, in common with symbolic tokens, they remove 




same way as symbolic tokens, by providing ‘guarantees’ of expectations across 
distanciated time-space” (28). Both symbolic tokens and expert systems exemplify that 
even over distance and in absent interactions, there are expectations based on trust that 
are socially guaranteed to be upheld, and Giddens (1990) claims that trust is necessary 
within those disembedded interactions. 
Trust becomes necessary in the modern world because interactions are no longer 
bound to the idea of presence or the sharing of the same geographic locale. Giddens 
(1990) explains this further when he contends that  
trust is related to the absence in time and space. There would be no need to 
trust anyone whose activities were continually visible and whose thought 
processes were transparent, or to trust a system whose workings were 
wholly known and understood...the prime condition of requirements for 
trust is not lack of power but lack of full information (33). 
Interactions have become more distant and less face-to-face which limits the information 
an individual can gather about someone else with whom they are interacting. Based 
within the context of symbolic tokens and expert systems, Giddens defines trust as 
“confidence in the reliability of a person or system, regarding a given set of outcomes or 
events, where that confidence expresses a faith in the probity or love of another, or in the 
correctness of abstract principles (technical knowledge)” (34). The faceless nature of 
many interactions is what makes trust a necessary social reality in the modern world.  
These theorists help to define trust as a social reality by explaining how trust is 
formed through social capital and social interactions. Trust then becomes a necessary 




background of trust will help to inform the rest of this research by providing a foundation 
for how trust operates within modern institutions, as well as the extent to which trust is an 
important element in the overall functioning of social institutions. 
THE DECLINE OF INSTITUTIONAL  
TRUST 
 
There has been extensive research on how the loss of trust and social 
capital within society can have detrimental effects. Robert Putnam (2000) 
explains that the loss of social capital associated with the decline in American 
community has severe effects on society. The less individuals participate in 
voluntary organizations the less they become involved in civic engagement and 
political processes and this can lead to negative consequences for the whole of the 
community. One of the factors associated with the decline in voluntary  
participation is the steady decline of institutional trust. Gallup Inc. (2016) has 
recorded the decline of confidence in American institutions for several years. The 
most recent poll results they collected show historically low rates of trust in 


















Trust in most institutions has been on the decline for several years and is 
still very low according to Gallup Inc. (2016), but they have also specifically 
recorded the decline of institutional trust within religious organizations. Figures 
2.2 shows that this decline has been consistent over several years. This decline in 
institutional trust, and specifically trust in voluntary organizations like religious 
institutions, can mean a decline in social capital according to Putnam (2000). This 
decline in social capital could result in detrimental effects on engagement within 










RELIGIOUS ORGANIZATIONS  
AND TRUST 
 
Given that we have just proved the importance of trust in organizations, it would 
stand to reason that trust plays an important role in the functioning and success of 
religious organizations as well.  However, the scholarship about trust does not usually use 
religious organizations as a common setting. This has the potential to be a large issue 
when considering the importance of religious organizations within history, and sociology 
specifically. Historically, religion has progressed from being a primary focus of the 
founders of sociology (Emile Durkheim, Karl Marx, Max, Weber, etc.) to a topic many 
contemporary scholars have taken for granted. Smith (2008) claims that much of the 
sociology of religion has focused on attempting to either refute or validate two theories: 
secularization theory and religious economies theory. Secularization theory claims that as 
modernity increased, religion would decrease, and religious economies theory claims that 
religion is a rational practice and as rationalization of society increased, religion would 
increase as well (ibid). Smith (2008) explains that social scientists attempted to test these 
two theories by conducting typical research looking for associations between variables to 
find empirical evidence that would vindicate one of these two theories. He goes on to 
explain that what really happened after these studies were conducted was that the results 
came back inconclusive—neither theory was validated. Since then, the attempt to find a 
“law-like generalization about modernity and religion” has lost its momentum, leading to 
stagnation (Smith 2008:1578). Smith (ibid) believes that approaching the study of the 
sociology of religion from a new angle could lead to a deeper understanding of religion 





when they claimed, “we would do well to bring in theories from outside the sociology of 
religion. It does more than enrich our understanding of religious organizations; it helps 
test the limits of extant theories” (996).  
Contemporary sociology has helped prove these sentiments to be true with many 
academics focusing on aspects of religion that fall outside of the boundaries of historic 
sociology of religion. These scholars are attempting to look at religion from fresh 
perspectives that are not bound within those antiquated theoretical frameworks. 
Academics may be able tell you that “religion is the opium of the people” (Marx and 
O’Malley 1970) or quote portions of The Protestant Ethic and the Spirit of Capitalism by 
heart (Weber 1930), but there are many valuable contemporary topics within the 
sociology of religion that have been pushed to the edges of the discipline. Focusing on 
these areas can provide valuable insights about how religion affects different areas of 
social life from larger social institutions to voluntary behaviors in the nonreligious. These 
topics have included non-Christian religions and their role within in the United States, 
atypical Christian church institutions, what the words “religion” and “spirituality” really 
mean in individual contexts, and even how religious polls have redefined and shaped how 
society thinks about religion (Packard 2008, Bender, Cadge, Levitt, & Smilde 2012, 
Ammerman 2014, Wuthnow 2015). Many contemporary scholars have been working to 
challenge the typical thinking of religion within sociology and organizational theory. This 
research attempts to contribute to that discourse by thinking about trust as a factor that 
has the potential to affect organizational commitment within religious organizations 




section will attempt to further connect the concepts within organizational theory to the 
institution of religion. 
ORGANIZATIONAL THEORY  
AND RELIGION 
 
 Religion is one of the largest social institutions in the United States but has often 
been overlooked within the study of organization and management theory (OMT). Tracey 
et al. have made arguments asserting that OMT could benefit greatly by including 
religion as a field of study (2014). Tracey et al. do this by refuting potential reasons that 
OMT has disregarded the role of religion, giving examples of sections of research that 
could connect religion and OMT, and citing various articles they believe do this 
particularly well. In one of those articles, Hinings and Raynard (2014) attempt to explore 
whether religious organizations are different than other organizations, and if so, how they 
are different, as well as whether religious organizations are different from each other. 
Hinings and Raynard conclude that religious organizations differ from nonreligious 
organizations because religious organizations function on the basis of belief and theology 
which informs concepts like authority and leadership. They go on to explain that although 
the basic tenets of functioning in religious organizations are based in belief and theology, 
the organizational structure is similar to that of nonreligious organizations in terms of 
bureaucratization, the “institutionalization of beliefs and practices,” standardization, etc. 
(179).  
Scheitle and Dougherty (2008) also believe that organizational theories can be  
applied to religious organizations in meaningful ways. In fact, they encourage academics 
to consider specific organizational theories when trying to understand how religious 




that “religious organizations have a lot to say about how beliefs get understood and 
practiced by individuals. And organizational theories and research have a lot to say about 
how to understand the organizational nature of religion” (995). There are obvious 
crossovers between the study of secular organizations and religious organizations, but 
religion has the potential to do more than just be a passive participant in the study of 
OMT, it can also help strengthen and advance this area of study. 
 Packard (2008) helps to exemplify how religion can advance the OMT area of 
study by examining the structure of The Emerging Church. He attempts to analyze how 
The Emerging Church as a growing organizational structure of protestant churches resists 
institutional isomorphism without dying out. Most formal organizations eventually tend 
to develop standard practices, but The Emerging Church has managed to resist that 
model. Packard finds through in-depth interviews and participant observations that it does 
this by creating practices and policies that do not reflect the traditional 
protestant/evangelical structure. The Emerging Church creates a very anti-institutional 
structure that is in direct opposition to the institutional structure of traditional churches 
that is heavily rationalized. Packard posits that although most organizational theorists 
would assume that the anti-institutional, non-rational structure of the Emerging Church 
would be its downfall, it is actually the reason that it has managed to persist and succeed.  
Packard claims that “The Emerging Church is full of people who have chosen to remake 
corporate religion into what they want rather than giving up on it completely” (2008: 
135). This study is an example of how organizational structures in religion can help to 




religion like The Emerging Church exemplify how traditional views on institutions and 
organizations can be challenged by considering religion within the scope of OMT. 
RELIGION AND VOLUNTEERING 
 Abandoning typical typologies within the study of religion can not only help 
broaden the academic understanding of religion as a social organization, but it can also 
help to shed light on the organizational characteristics of other institutions, how they are 
different and similar to the institution of religion, and how they influence and relate to 
one another. Torry (2005) explains that many voluntary organizations are reluctant to 
include religious organizations within their ranks, and many religious organizations will 
not define themselves as voluntary organizations. Despite their own categorical 
definitions, Torrey (2005) goes on to rationalize that most faith-based and religious 
organization are still likely to be voluntary, which means that, despite religious 
organizations and civic engagement organizations being different categories, to truly 
understand religious organizations, academics will also need to study and understand the 
good and bad management practices of voluntary organizations. 
THE IMPORTANCE OF VOLUNTARY  
ORGANIZATIONS 
 
Although most of the current research regarding trust and organizational 
commitment has been done within the employment sector of institutions, it has been  
proven that voluntary organizations are important within our society. Robert Putnam 
(2000) exemplifies the importance of volunteering and civic engagement by framing it 
within the context of social capital theory in his book “Bowling Alone: The Collapse and 
Revival of American Community.” Putnam explains that social capital theory posits that 




“refers to connections among individuals—social networks and the norms of reciprocity 
and trustworthiness that arise from them” (19). Social capital is built when connections 
are made between individuals and Putnam also argues that social capital is the strongest 
when “embedded in a dense network of reciprocal social relations” (19). Social capital 
exists within interactions between individuals and mutually beneficial to both parties. 
Putnam (2000) explains that social capital is formed when individuals share 
similar experiences and interact within the same organizations. He also argues that 
volunteering does more than just mutually benefit the individuals involved. Participating 
in voluntary organizations increases good citizenship and political involvement. Putnam 
claims that  
volunteers are more interested in politics and less cynical about political 
leaders than nonvolunteers are. Volunteering is a sign of positive 
engagement with politics, not a sign of rejection of politics…political  
cynics, even young cynics, are less likely than other people to volunteer 
(132). 
Not only does volunteering increase social capital for individuals, it also increases civic 
engagement and participation within the political sphere. These are important factors to  
consider when examining the decline in participation in voluntary organizations and 
religious institutions, and the deterioration of institutional trust is an important factor to 
examine when studying the decline of voluntary participation in society. 
BACKGROUND OF STUDY 
 Giddens (1990) and Coleman (1988) appropriately lay the foundation for the 




must exist within institutions where there are inevitably faceless interactions between 
individuals and the organization they are involved in. The focus is now turned to the 
previous research that has been done in regard to trust within institutions and how it has 
affected organizational commitment. 
 When studying trust within organizations most studies place trust in two different 
camps: interpersonal trust and institutional trust (Fox 1974, Cook and Wall 1980, Cho 
and Park 2011, Baek and Jung 2015). Fox (1974) explains that trust in organizations 
operates vertically and laterally. Vertical trust describes trust in the faceless management 
structure of organizations and lateral trust refers to trust in peer groups (coworkers and 
supervisors) (1974). Both interpersonal trust and institutional trust are essential elements 
to understand if organizational commitment is to be studied. 
 Fox (1974) explains that the object of interpersonal trust is a person or a group of 
people and that this trust is developed through face-to-face contact with individuals.  
These trust relationships are where individuals experience the personal characteristics of 
the trustee (Fox 1974). Baek and Jung (2015) also explain interpersonal trust as 
measuring “personal assessment of an individual entity” (482). Cho and Park (2011)  
provide the definition of interpersonal trust within and organization as trust in coworkers 
and supervisors. Because interpersonal trust deals with individual entities it pertains to 
face-to-face interactions between people within organizations. This personal aspect of 
interpersonal trust is what distinguishes it from institutional trust. Fox (1974) also posits 
that institutional trust is developed by rules and the structure of the organization created 
by system management, which means that the object of institutional trust is an 




interpersonal trust. Baek and Jung (2015) explain the dynamic between members of 
organizations and the overall organizational structure by claiming that “in the workers-
organization relationship, the workers’ trustee must be faceless” (482). Institutional trust 
is characterized by trust in a collective entity rather than the face-to-face truster/trustee 
relationship that is consistent with interpersonal trust.  
 Interpersonal and institutional trust are two of the predominant factors studied 
when attempting to assess organizational commitment. Ouchi (1981) determined that 
trust is one of the main determining factors in individuals’ commitment to an 
organization. In a study conducted within the Federal Aviation Administration (FFA) 
Cho and Park (2011) found that both interpersonal and institutional trust worked to  
increase organizational commitment among employees, and there are several other  
studies which show that trust within an organization has positive influence on 
organizational commitment (Laschinger et al. 2000, Tan and Tan 2000, Albrecht and 
Travaglione 2003). To effectively study organizational commitment within any 
institution, the research should consider how interpersonal and institutional trust affect 
the individuals within the organization. 
 Much of the previous research involving organizational commitment has 
addressed interpersonal and institutional trust as having mutually exclusive effects on 
organizational commitment. This approach has been defined as the main-effect model. 
Specifically, this model utilized by many previous studies (Cook and Wall 1980, Zaheer 
et al. 1998, Dirks 1999, Cho and Park 2011, Braun et al. 2012) presents the idea that 




with no sequential order. This assumes that any correlation between the two types of trust 
be treated as an error (Baek and Jung 2015). 
Although much of the previous literature distinguishes interpersonal and 
institutional trust and their separate effects on organizational commitment, there is no 
denying that there is interplay between the two. Zilber (2002) claims that symbols, 
norms, codes, and meanings within organizations do not exist in an abstract form. There 
are human agents who exist within the organization that create, apply, and reinforce these 
symbols. This assertion by Zilber (2002) means that an institutionalized form of anything  
cannot exist without people creating, reinforcing, and representing the norms of the 
institution. This is where the inevitable connection between interpersonal trust and 
institutional trust lies.  
The prior studies utilizing the main-effect model led to Baek and Jung (2015) 
expanding on their research by creating the mediation-effect model. This model is 
characterized by considering the idea that there is a “causal relationship between 
interpersonal and institutional trust” (484). Interpersonal trust affects institutional trust 
rather than the two forms of trust being mutually exclusive entities that operate distinctly 
from each other. Baek and Jung (2015) theorize that institutional trust plays a mediating 
role between interpersonal trust and organizational commitment. When Baek and Jung 
(2015) tested their hypothesis, they found that the model fit for the mediation-effect 
model was more appropriate than the model fit for the main-effect model. Figure 2.1 





Figure 2.3: Results Testing Main-Effect and Meditation-Effect Models (Sample of 
Korean officeholders). Note: Unstandardized coefficients of SEM results provided with 
standard errors in parentheses. Maximum likelihood estimation is used in SEM analyses. 
** p<.01, *** p<.001 (Baek and Jung 2015). 
 
 Based on these statistical analyses run by Baek and Jung (2015), the mediation-
effect model is more appropriate for measuring the effects of interpersonal and 
institutional trust on organizational commitment within the employment sector, but little  
information is known about which model is appropriate when attempting to assess the 





 Most of the previous research involved in trust and organizational commitment 
take place within non-voluntary, employment institutions (Cook and Wall 1980, Zaheer 
et al. 1998, Cho and Park 2011, Goh and Zhen-Jie 2014, Baek and Jung 2015). One 
example of these studies is Albrecht and Travaglione’s (2003) study, which was 
conducted using survey data from two public-sector organizations. Between the two 
organizations, they received a total of 750 usable responses from employees. Their results 
found that trust in management has a positive influence on organizational commitment. 
Cho and Park’s (2011) study conducted within the FAA attempted to measure levels of 
trust and their impact on several variables such as employee satisfaction and 
organizational commitment (Cho and Park 2011). The authors focus on trust in 
immediate supervisors, trust in coworkers, and trust in management, and test each type of 
trust independently from one another. Their study found that institutional trust seemingly 
mattered more than interpersonal trust when it came to employee satisfaction and 
organizational commitment (Cho and Park 2011). Similarly, Goh and Zhen-Jie (2014) 
conducted a survey study involving 177 employees of market firms in Malaysia to 
investigate how servant leadership styles develop trust and how that trust affects 
organizational commitment. This research showed that the role of servant leaders is a  
significant factor in developing institutional trust, which in turn positively affects levels 
of organizational commitment. These studies are a few examples that focus on the 
employment sector when examining the effect of trust on organizational commitment. 
 Many studies conducted within the voluntary sector that attempt to address 
organizational commitment do not address trust as a variable. For example, Vecina et al. 




with the organization. They found that commitment to organization acts as the mediating 
variable between engagement and the volunteers’ intention to remain. Another example is 
Olsen and Perl (2001), who studied the effect of “strictness” on organizational 
commitment within religious institutions. They conducted their study on a sample of 625 
congregations from 5 different denominations. Their results showed that strictness is 
strongly correlated with multiple measures of organizational commitment. Another study 
conducted by Neubert and Halbesleben (2014) aimed to include the effects of religious 
and spiritual variables on employee attitudes and organizational commitment within the 
employment sector, but they did not address how trust affects organizational commitment 
within the voluntary/civic sector or religious institutions. Their research did show that 
from a sample of 771 valid cases that filled out the “Baylor Religion Survey” (BRS), 
there is a positive correlation between what participants saw as a spiritual calling and 
affective organizational commitment. These are examples of the very few studies 
conducted within the voluntary sector which address organizational commitment. This 
lack of research leaves a gap for more work to be done within this realm. 
Although there is a significant amount of literature looking at organizational 
commitment, the clear majority of the studies are either focused on the employment 
sector rather than the volunteer/civic sector, or they do not examine the roles of trust and 
their effects on organizational commitment. The current study being proposed will, 
therefore, attempt to assess if trust is a reliable predictor of organizational commitment in 
a voluntary/civic setting, and if the interaction between institutional and interpersonal 
trust can strengthen the relationship between trust and organizational commitment. There 




the literature that is doing that is not using trust as a predicting variable. More 
specifically, most studies that involve religiosity and organizational commitment are 
using religion or religiosity as a predicting variable, rather than the setting for where the 
organizational commitment, or lack thereof, is taking place. Since such little information 
is known about how trust affects organizational commitment within voluntary and civic 
organizations, there is also little information about whether the interaction between 
institutional and interpersonal trust has any effect when trying to predict this relationship. 
This study will attempt to partially fill that gap by testing institutional and interpersonal 
trust as independent, predictor variables, as well as the interaction between the two 
variables within a voluntary/civic setting. 
IMPLICATIONS FOR VOLUNTARY  
ORGANIZATIONS 
 
 Based on prior research previously discussed in this thesis, the decline of trust in 
all types of institutions in society has been recorded clearly for several decades.  
Additionally, this trend can be felt and observed on all levels and types of institutions in 
society. This is an important fact to consider when thinking about how institutions serve 
the greater society in both manifest and latent functions.  
Other research previously discussed has also explained how voluntary 
organizations have beneficial effects on the functioning of society as a whole by 
supporting and encouraging forms of civic engagement such as voting. Examining how 
trust functions and affects organizational commitment within voluntary organizations 




environments that support commitment from the members and parishioners who 











 This research aimed to explore whether there is a relationship between 
institutional trust, interpersonal trust, and organizational commitment within 
voluntary/civic organizations and to explore the effect of the interaction between 
interpersonal and institutional trust on organizational commitment. The research was 
approved by the Institutional Review Board on March 30, 2018. This research and 
analysis was done on the basis of correlational research in the form of a survey design. 
The aim of correlational research is to explore the naturally occurring relationships in 
society and to attempt to test if there is a relationship between two or more different 
things (Creswell 2018). Furthermore, if there is a relationship, correlational research 
helps to explore how much variation in that relationship is systematic and how much is 
random. This chapter provides a review of the research design, data collection, and 
methods of analysis used to complete this thesis. The goal of this study was to explore the 
extent of a relationship between interpersonal trust, institutional trust, and organizational 
commitment within voluntary organizations. This was achieved by the application of 
sociological theory and the use of previously validated instruments to survey a sample of 






The data utilized in this research was collected through a random sample of 
students, staff, and faculty from the site of a midsize university in the Rocky Mountain  
region of the United States with a population of approximately 15,000 students, staff, and 
faculty. The survey contained seven demographic questions such as age, education level, 
and race/ethnicity, and depending on a participant’s responses to the type of voluntary 
participation they are involved in, they were then provided either three or six blocks of 
questions containing nine, eight, and four items. All items in the blocks were formatted as 
a scale with Likert-like items ranging from “strongly disagree” to “strongly agree.” All 
information on the survey was derived and constructed for this study by using previously 
validated instruments from similar studies, and all analysis was derived from this survey 
data. 
The survey was constructed using Qualitrics and sent to 2000 individual emails 
during the Spring and Summer of 2017. The initial email was sent with information about 
the project and instructions for the survey. Three reminder emails were then sent over the 
span of a month to individuals who had not yet completed the survey. The results of the 
survey yielded an n of 396. Out of these 396 responses, a sample of 207 responses was 
removed on the basis of individuals indicating that they did not participate in either of the 
forms of voluntary organizations being examined in this study. The final sample utilized 
in the analysis for this study was an n of 189. 














    
Gender  Mode 0   
   Female (0) 36.40    
   Male (1) 10.90    
   Other/Missing 52.80    
     
Age  Mode 19   
  Mean 34.24   
    
 
Race  Mode 0   
     White (0) 40.70    
     Black or African American (1) 2.30    
     Hispanic (2) 2.50    
     Asian or Pacific Islander (3) 0.80    
     Other (4) 1.00    
     Missing 52.80    
    
 
Education Level  Mode 2   
    Less than a high school diploma (0) 0.00    
    High school diploma (1) 1.80    
    Some college (2) 16.90    
    Bachelor's degree (3) 8.60    
    Master's degree (4) 13.60    
    Doctoral degree (5) 6.30    








RESEARCH QUESTION ONE 
 Q1  Does either interpersonal trust or institutional trust affect organizational 
 commitment within a voluntary setting? 
 
This research attempted to answer this question by testing the extent of a 
relationship between interpersonal and institutional trust within both civic organizations 
and religious organizations. This was done by observing the significance level of trust 
variables and control variables in a linear regression model. 
Religious Organizations 
 The model in Table 2 attempts to predict the variance in organizational 
commitment within religious organizations. The independent variables being utilized in 
this model are interpersonal trust, institutional trust, sex, level of education, age, and race. 
The last four variables are demographic variables included as control variables. 
According to the model in Table 2, interpersonal trust is the most statistically significant 
variable when attempting to predict organizational commitment within voluntary 
religious settings. This is the only variable that was found to be statistically significant 
when controlling for all other variables in the model, and it is significant on the 0.001 
level. Institutional trust ended up not being a statistically significant variables when 
attempting to predict organizational commitment within voluntary religious settings. This  




relationships and interactions) has a positive relationship with organizational 
commitment within religious organizations. Based on these data, there is no statistically 
significant relationship between institutional trust and organizational commitment within 






Table 2: Social and Control Factors Associated with Trust and 
Organizational Commitment within Religious Organizations 
  B SE Beta   
Constant 10.619 4.738  
 
Interpersonal Trust Religious 
Organization Index 
0.743*** 0.152 0.666  
Institutional Trust Religious 
Organization Index 
0.135 0.27 0.068  
Sex -0.158 1.54 -0.008 
 
Level of Education: Bachelor's 
Degree and Higher 
-.088 1.38 -0.005 
 
Age Over 55 0.635 1.974 0.025  
Race 2.338 2.144 0.084  
    
 
                            R²  0.534  
 
                            F  15.468   
                           ∆R²  0.499   
          
***p<0.001     
**  p<0.01     









 The model in Table 3 attempts to predict the variance in organizational 
commitment within voluntary civic organizations. The independent variables being 
utilized in this model are interpersonal trust, institutional trust, sex, level of education, 
age, and race. Just like the model in Table 1, the last four variables used in this model are 
demographic variables included as control variables. This model varies slightly from the 
model in Table 1. Interpersonal trust is still the most statistically significant predictor of 
organizational commitment within voluntary civic organizations at the 0.001 level, but 
institutional trust is also significant at the 0.05 level. This result shows that while trust in 
face-to-face relationships and interactions with individuals are the strongest predictor of 
organizational commitment within civic organizations, trust in the overarching structure 
of the civic organization is a significant factor in organizational commitment as well.  
Based on these data, both interpersonal trust (trust in face-to-face relationships and 
interactions) and institutional trust (trust in the overarching management and institutional 





Table 3: Social and Control Factors Associated with Trust and 
Organizational Commitment within Civic Organizations 
  B SE Beta   
Constant 7.831 3.345   
Interpersonal Trust Civic 
Organization Index 
0.706*** 0.094 0.645  
Institutional Trust Civic Organization 
Index 
0.424* 0.180 0.202  
Sex -.777 1.268 -.035 
 
Level of Education: Bachelor's 
Degree and Higher 
-0.815 1.164 -0.041 
 
Age Over 55 3.189* 1.52 0.122  
Race 1.782 1.374 0.074  
    
 
                            R²  0.692  
 
                            F  36.346   
                           ∆R²  0.673   
          
***p<0.001     
**  p<0.01     






RESEARCH QUESTION TWO 
Q2  Which form of trust has a stronger relationship with organizational 
commitment to voluntary organizations? 
 
Religious Organizations 
Referencing back to Table 2, the strength of the relationship between 
interpersonal trust and institutional trust can be observed by the B coefficient. This 
coefficient shows the direction of the relationship as well. This means that since the 
coefficient is a positive number, when interpersonal trust increases, organizational 
commitment increases. In this particular case, a one-unit increase interpersonal trust is 
associated with a 0.743 unit increase in organizational commitment. This relationship is 
also significant on the 0.001 level, which means that we can be confident the relationship 
between these two variables is not being caused by spuriousness. 
Institutional trust did not end up being a statistically significant variable when 
attempting to predict organizational commitment within religious organizations. This 
result implies that trust in face-to-face interactions and religious peers matters more 
significantly and has a stronger relationship with organizational commitment than the 
trust in the overarching organizational structure of the institution within a voluntary 
religious setting. 
Civic Organizations 
 Referencing back to Table 3, there is a similar theme within civic organizations as 
can be seen in religious organizations. Interpersonal trust is the most statistically  
significant variable within the model and it has a positive relationship with organizational 




in interpersonal trust, there is an associated 0.706 unit increase in organizational 
commitment within voluntary civic organizations.  
 A significant difference between the models in Table 2 and Table 3 is the 
statistical significance of institutional trust. Institutional trust becomes significant at the 
0.05 level when attempting to predict organizational commitment within civic 
organizations. An important factor to note is that interpersonal trust causes stronger 
movement towards higher levels of organizational commitment with a B coefficient of 
0.706, while institutional trust’s B coefficient is 0.424. Both variables maintain a positive 
relationship with organizational commitment, but the relationship between interpersonal 
trust and organizational trust is stronger in positive direction and in statistical 
significance.  
RESEARCH QUESTION THREE 
Q3  Does the interaction between institutional trust and interpersonal trust 
make the relationship to organizational commitment stronger in voluntary 
organizations? 
 
This research attempted to answer this question by creating an interaction variable 
using the preexisting interpersonal trust and institutional trust index variables. This was 
done by multiplying the two forms of trust together for both religious organizations and 
civic organizations to compute a new interaction variable. Another linear regression  
model was then run containing the original trust variables and the new interaction 
variable to examine the interaction variable’s effect on the pre-existing interpersonal trust 






Religious Organizations  
Table 4 contains a model that is attempting to predict the variation in 
organizational commitment using interpersonal trust, institutional trust, trust interaction, 
sex, education level, age, and race. This model is very similar to the model found in 
Table 2, except for the addition of the “Religious Organizations Trust Interaction” 
variable. This variable was created to test if the variable itself became a significant factor 
when attempting to predict organizational commitment, or if the introduction of the 
interaction variable strengthened the relationship between either of the preexisting trust 
variables and organizational commitment within religious organizations. 
 According to this new linear regression model, the trust interaction variable is not 
statistically significant when attempting to predict organizational commitment within 
voluntary religious organizations, but an important thing to note is that the introduction of 
this variable causes a positive increase in the B coefficient for the preexisting 
interpersonal trust variable. This variable remains statistically significant on the 0.001 
level and the B coefficient increases from 0.743 to 0.971. The introduction of the trust 
interaction variable does not cause any significant changes to the preexisting institutional 





Table 4: Social, Control, and Interaction Factors Associated with Trust and 
Organizational Commitment within Religious Organizations 
  B SE Beta   
Constant 1.376 9.238   
Interpersonal Trust Religious 
Organization Index 
0.971*** 0.248 0.871  
Institutional Trust Religious 
Organization Index 
0.655 0.522 0.332  
Religious Organizations Trust 
Interaction 
-0.012 0.010 -0.456  
Sex 0.442 1.556 -0.022 
 
Level of Education: Bachelor's 
Degree and Higher 
0.066 1.384 0.004 
 
Age Over 55 0.225 2.001 0.009  
Race 2.402 2.14 0.087  
    
 
                            R²  0.542  
 
                            F  13.51   
                           ∆R²  0.502   
          
***p<0.001     
**  p<0.01     






 Table 5 contains a model that is attempting to predict the variation in 
organizational commitment using interpersonal trust, institutional trust, trust interaction, 
sex, education level, age, and race. This model is very similar to the model found in 
Table 3, except for the addition of the “Civic Organizations Trust Interaction” variable. 
This variable was created to test if the variable itself became a significant factor when 
attempting to predict organizational commitment, or if the introduction of the interaction 
variable strengthened the relationship between either of the preexisting trust variables and 
organizational commitment within civic organizations. 
 According to the new linear regression model, the trust interaction variable itself 
is not statistically significant when attempting to predict organizational commitment 
within voluntary civic organizations, but it is important to note that institutional trust 
loses its statistical significance with the introduction of the interaction variable. There 
was no significant difference in the B coefficient for the preexisting interpersonal trust 
variable or its level of statistical significance. 
 The difference between how the respective interaction variables affect both forms 
of trust differently within religious and civic organizations could imply that trust in 
people and trust in institutions varies across the type of institution individuals participate 
in. Based on the data collected in this research, institutional trust has the potential to 
predict organizational commitment to some extent within civic organizations but seems 
to have little to no effect on organizational commitment within religious organizations. 






Table 5: Social, Control, and Interaction Factors Associated with Trust and 
Organizational Commitment within Civic Organizations 
  B SE Beta   
Constant 5.104 6.997   
Interpersonal Trust Civic Organization 
Index 
0.784*** 0.199 0.717  
Institutional Trust Civic Organization 
Index 
0.563 0.361 0.269  
Civic Organizations Trust Interaction -0.004 0.008 -0.131  
Sex 0.840 1.281 -0.038 
 
Level of Education: Bachelor's Degree 
and Higher 
-0.815 1.169 -0.041 
 
Age Over 55 3.214* 1.528 0.123  
Race 1.694 1.394 0.070  
    
 
                            R²  0.693  
 
                            F  30.924   
                           ∆R²  0.670   
          
***p<0.001     
**  p<0.01     









CONCLUSIONS AND RECOMMENDATIONS 
DISCUSSION 
 The social theories outlined in this research explain how trust functions as a 
necessity in the modern social world. The absence or existence of trust within an 
institution has the potential to have significant effects on an individual’s commitment to 
that organization. Within this research, trust can be seen as a significant predictor of 
organizational commitment within both religious and civic organizations. More 
specifically, face-to-face interactions within these organizations are the most significant 
predicting variable out of all the predicting variables in the models created when 
attempting to predict organizational commitment. 
 Throughout this research, interpersonal trust remained the most significant 
variable when attempting to account for the variation in organizational commitment. This 
was true for both voluntary religious organizations and voluntary civic organizations. 
There are many places within social theory where reflections of the importance of these 
face-to-face social interactions can be seen as beneficial to the overall functioning of an 
organization, but one of the most notable is James Coleman’s work within education. In 
his work Equality of Educational Opportunity, Coleman (1966) discovered that 
educational achievement for minority students was less related to the physical qualities of 




These findings were the foundation of Coleman’s ideas of social capital as a form of trust 
in social settings. 
 Building on Coleman’s research, Gamoran et al. (2000), emphasized the 
interpersonal relationships that students had with their families was also a significant 
factor that Coleman had not addressed thoroughly. Gamoran et al. (2000) summarize that 
within their research “school-level effects were dwarfed by the powerful influence of the 
home environment for student learning” (37). This research showed that interpersonal 
interaction within not only the school institution but also the family as an institution had 
significant effects on the overall educational attainment and functioning of the larger 
school institution. 
 The research previously conducted in this area shows that building social capital 
through interpersonal interactions both within formal institutions such as schools, and in 
social institutions such as the family has significant effects on the functioning of 
institutions within society. These findings are important to keep in mind in a modern 
world where even institutions such as schools are becoming more and more distanciated. 
We are seeing a rise in all forms of online institutions where interactions taking place in 
the same geographic locale are becoming less common (schools and families included), 
and that calls into question how the forming—or lack thereof—of social capital will have 
an impact on the success of these institutions and the individuals who are involved in 
them. The social theorists who have been studying how trust functions within modern 
institutions would potentially argue that trust generated from face-to-face interactions 
plays a critical role that must be considered when those face-to-face interactions are 




The outcomes of the research conducted within this thesis reflect similar findings 
within voluntary civic and religious organizations. Interpersonal trust was the most 
significant factor when attempting to predict organizational commitment in both types of 
voluntary settings within this research.  This study found that trust which is rooted in 
face-to-face interactions can have significant positive effects on an individual’s 
commitment to an organization and their willingness to remain involved in voluntary 
institutions. Based on previous research and theories discussed throughout this thesis, this 
finding has the potential to generalized to larger forms of voluntary organizations with 
the execution of further research. 
IMPLICATIONS FOR VOLUNTARY  
ORGANIZATIONS 
 
 This study has broken down how trust is necessary for the proper functioning of 
institutions in society, the importance of voluntary organizations to encourage civic 
engagement, as well as the historical decline of institutional trust. The research conducted 
within this thesis has laid a foundation to discuss how trust functions specifically within 
voluntary institutions, and how it can have an impact on organizational commitment.  
Based on the findings previously outlined, there are potentially very important 
implications for voluntary organizations when considering trust and organizational 
commitment.  
By definition, voluntary organizations function on the labor of individuals who 
are generally not receiving any form of monetary benefit in exchange for their work. This 
form of institution eliminates monetary benefits such as a paycheck as a variable that has 
the potential to produce commitment to the organization. Because of this unique 




organizational commitment is a worthwhile task, especially since these organizations still 
depend on the labor of their members for their continued functioning. This study has 
shown that interpersonal trust (trust in individuals that you see face-to-face) has the 
potential to increase organizational commitment within voluntary organizations. 
Based on this finding, institutions within the voluntary sector or who have a 
primarily voluntary labor force should seriously consider how they are training and 
preparing any form of leader who is directly supervising members and parishioners, as 
well as how they are building trust within teams that have face-to-face interactions on a 
regular basis. A potential example of this recommendation could be a non-profit 
organization investing in training or professional development opportunities for their 
leaders and/or supervisors that focus on how to create and cultivate leadership skills that 
build trust within their team. Another example of this recommendation could be 
voluntary and religious organizations creating team-building opportunities for volunteers 
or parishioners to build stronger trust between each other. Institutions that invest in 
building this trust within their organization have the potential to increase the retention of 
their voluntary labor force by increasing individuals’ levels of organizational 
commitment. 
LIMITS AND RECOMMENDATIONS 
 Limitations for this study include, first and foremost, the site. Because this 
research took place at a mid-size higher education institution, there is a significant 
positive skew towards higher education levels. One recommendation for further research 
would be to explore this topic with a site and population with a more evenly distributed 




educational levels of a high school diploma or below were included in the study. Based 
on this limitation, another recommendation for future research is to use multiple sites 
with differing demographics and/or specific sites of voluntary participation such as 
different churches and non-profit organizations. This could potentially shift the levels of 
trust that individuals have in both their peers and the voluntary institutions they 
participate in. 
 Another limitation of this study is the use of preexisting instruments to conduct 
the research. These instruments were not originally designed with voluntary 
organizations in mind, which placed limits and restrictions on the wording used when 
developing the survey. A recommendation for further research is to develop an 
instrument to measure interpersonal trust, institutional trust, and organizational 
commitment designed specifically for the voluntary sector. Since roles and definitions 
can often differ greater between the employment and voluntary sectors, the development 








Albrecht, Simon and Anthony Travaglione. 2003. “Trust in public-sector senior 
 management.” The International Journal of Human Resource Management 14(1): 
 76-92. 
Ammerman, Nancy Tatom. 2014. Sacred Stories and Spiritual Tribes: Finding Religion 
 in Everyday Life. Oxford, New York: Oxford University Press. 
Aryee, Samuel, Pawan S. Budhwar, and Zhen Xiong Chen. 2002. “Trust as a Mediator of 
 the Relationship between Organizational Justice and Work Outcomes: Test of a 
 Social Exchange Model.” Journal of Organizational Behavior 23(3):267–85. 
Axelrod, Robert M. 1984. “The Evolution of Cooperation.” New York, NY: Basic Books. 
Baek, Young Min and Chan Su Jung. 2015. “Focusing the Mediating Role of Institutional 
 Trust: How Does Interpersonal Trust Promote Organizational Commitment?” The 
 Social Science Journal 52(4): 481-489. 
Bender, Courtney, Wendy Cadge, Peggy Levitt, and David Smilde, eds. 2012. Religion 
 on the Edge: De-centering and Re-centering the Sociology of Religion. Oxford, 
 New York: Oxford University Press. 
Braun, Susanne, Claudia Peus, Silke Weisweiler, and Dieter Frey. 2012. 
 “Transformational Leadership, Job Satisfaction, and Team Performance: A 




Cho, Yoon Jik and Hanjun Park. 2011. “Exploring the Relationships Among Trust, 
 Employee Satisfaction, and Organizational Commitment.” Public Management 
 Review 13(4): 551-573. 
Coleman, James. 1966. Equality of Educational Opportunity. U.S. Government Printing 
 Office. 
Coleman, James. 1988. “Social Capital in the Creation of Human Capital.” The American 
 Journal of Sociology 94: 95–120. 
Cook, John and Toby Wall. 1980. “New work attitude measures of trust, organizational 
 commitment and personal need non-fulfilment.” Journal of Occupational 
 Psychology 53: 39-52. 
Costigan, Robert D., Selim S. Iiter, and J. Jason Berman. 1998. “A Multi-Dimensional 
 Study of Trust in Organization.” Journal of Managerial Issues 10(3): 303-317. 
Creswell, John W. 2018. Research Design: Qualitative, Quantitative, and Mixed Methods 
 Approaches. Thousand Oaks, CA: SAGE Publications, Inc. 
Deutsch, Morton. 1958. “Trust and Suspicion.” Journal of Conflict Resolution 2(4):265–
 79. 
Dirks, Kurt T. 1999. “The Effects of Interpersonal Trust on Work Group Performance.” 
 Journal of Applied Psychology 84(3): 445-455. 
Dirks, Kurt T. and Donald L. Ferrin. 2001. “The Role of Trust in Organizational 
 Settings.” Organizational Science 12(4): 450-467. 
Driscoll, James W. 1978. “Trust and Participation in Organizational Decision Making as 




Durkheim, Emile. 1895. “The Rules of Sociological Method.” 8th Edition. trans. Sarah 
 A. Solovay and John M. Mueller, ed. George E. G. Catlin. Pp. 45. Glencoe: Free 
 Press. 
Fox, Alan. 1974. “Beyond Contract: Work, Power and Trust Relations.” London: Faber. 
Gallup Inc. 2016. “Confidence in Institutions.” Gallup.com. Retrieved November 16, 
 2016 (http://www.gallup.com/poll/1597/Confidence-Institutions.aspx). 
Gamoran, Adam, Walter G. Secada, Cora B. Marrett. 2000. “The Organizational Context 
 of Teaching and Learning.” Pp. 37-63 in Handbook of the Sociology of Education, 
 edited by Maureen T. Hallinan. New York, NY: Kluwer Academic/Plenum 
 Publishers. 
Giddens, Anthony. 1990. “The Consequences of Modernity.” Stanford: Stanford 
 University Press. 
Goh, See-Kwong and Low Brian Zhen-Jie. 2014. “The Influence of Servant Leadership 
 towards Organizational Commitment: The Mediating Role of Trust in Leaders.” 
 International Journal of Business Management 9(1): 17-25. 
Hinings, C. R. and Mia Raynard. 2014. “Organizational Form, Structure, and Religious 
 Organizations.” Pp. 159-186 in Religion and Organization Theory. Bingley: 
 Emerald Group Publishing. 
La Porta, Rafael, Florencio Lopez-De-Silane, Andrei Shleifer, and Robert Vishny. 1997. 
 “Trust  in Large Organizations.” The American Economic Review 87(2):333–38. 
Laschinger, Heather K. Spence, Joan Finegan, Judith Shamian, and Shelley Casier. 2000. 




 Effects on Nurse Staff Commitment.” The Journal of Nursing Administration 
 30(9): 413-425. 
Lewis, David and Andrew Weigert. 1985. “Trust as a Social Reality.” Social Forces 
 63(4): 967-985. 
Likert, Rensis. 1967. “The Human Organization: Its Management and Values.” New 
 York, NY: McGraw-Hill. 
Marx, Karl, and Joseph J. O'Malley. 1970. Critique of Hegel's 'Philosophy of right' 
Mellinger, Glen D. 1956. “Interpersonal Trust as a Factor in Communication.” The 
 Journal of Abnormal and Social Psychology 52(3):304–9. 
Neubert, Mitchell J. and Katie Halbesleben. 2014. “An Examination of Relationships 
 Between Spiritual Calling, Job Satisfaction, and Organizational Commitment.” 
 Journal of Business Ethics 132: 859-872. 
Ouchi, William G. 1981. “Theory Z: How American Business Can Meet the Japanese 
 Challenge.” Reading, MA: Addison-Wesley Publishing Company Inc. 
Packard, Josh. 2008. The Emerging Church: Religion at the Margins. Boulder, CO: 
 FirstForumPress. 
Putnam, Robert. 2000. “Bowling Alone: The Collapse and Revival of American 
 Community.”  New York: Simon & Schuster. 
Robinson, Sandra L. 1996. “Trust and Breach of the Psychological Contract.” 
 Administrative Science Quarterly 41(4):574–99. 
Scheitle, Christopher P. and Kevin D. Dougherty. 2008. “The Sociology of Religious 
 Organizations.” Sociology Compass 2(3):981-999. 




Smith, Christian. 2008. “Future Directions in the Sociology of Religion.” Social Forces 
 98(4):1561-1589. 
Sousa-Lima, Maria, John W. Michel, and António Caetano. 2013. “Clarifying the 
 Importance of  Trust in Organizations as a Component of Effective Work 
 Relationships.” Journal of Applied Social Psychology 43(2):418–27. 
Tan, Hwee Hoon and Christy S. F. Tan. 2000. “Toward the Differentiation of Trust in 
 Supervisor and Trust in Organization.” Genetic, Social, and General Psychology 
 Monographs 126(2): 241-260. 
Torry, Malcolm. 2005. Managing God’s Business: Religion and Faith-Based 
 Organizations and their Management. Aldershot, UK: Ashgate Publishing. 
Tracey, Paul, Nelson Phillips, and Michael Lounsbury, eds. 2014. Religion and 
 Organization Theory. Bingley: Emerald Group Publishing. 
Vecina, Maria L., Fernando Chacón, Daniela Marzana, and Elena Marta. 2013. 
 “Volunteer Engagement And Organizational Commitment In Nonprofit 
 Organizations: What Makes Volunteers Remain Within Organizations And Feel 
 Happy?” Journal of Community Psychology 41(3):291–302. 
Weber, Max. 1930. The Protestant Ethic and the Spirit of Capitalism. New York: 
 Scribner. 
Wuthnow, Robert. 2015. Inventing American Religion: Polls, Surveys, and the Tenuous  
 Quest for a Nation’s Faith. Oxford, New York: Oxford University Press. 
Zaheer, Akbar, Bill McEvily, and Vincenzo Perrone. 1998. “Does Trust Matter? 
 Exploring the  Effects of Interorganizational and Interpersonal Trust on 




Zilber, Tammar B. 2002. “Institutionalization as an Interplay between Actions, 
 Meanings, and Actors: The Case of a Rape Crisis Center in Israel.” The Academy 












SURVEY: TRUST AND ORGANIZATIONAL COMMITMENT 
         
Survey: Trust and Organizational Commitment  
         
Start of Block: Demographics  
         
Q1 Please select the following types of voluntary participation  
that you are involved in  
o Voluntary religious participation (i.e. Campus ministries, local congregations, other 
local campus/religious services)  (1)  
o Voluntary civic engagement (i.e. Volunteering at Meals on Wheels, Habitat for 
Humanity, Weld County Food Bank, etc.)  (2)  
o None of the above  (3)  
         
Q2 What is the highest level of education you have completed?  
o Less than a high school diploma  (1)  
o High school diploma  (2)  
o Some college  (3)  
o Bachelor's degree  (4)  
o Master's degree  (5)  
o Doctoral degree  (6)  
         
Q3 How many years of college have you completed?  
o One year  (1)  
o Two years  (2)  
o Three years  (3)  
o Four Years  (4)  
o Five years or more  (5)  
         
Q4 What is your gender?  
o Male  (1)  
o Female  (2)  
o Other  (3)  
         
Q5 How old are you?  
▼ 18 (1) ... 99 (82)  
         
Q6 What is your marital status?  
o Married  (1)  




o Divorced  (3)  
o Separated  (4)  
o Never married  (5)  
o No answer  (6)  
         
Q7 What is your race/ethnicity?  
o White  (1)  
o Black or African American  (2)  
o Hispanic  (3)  
o Asian or Pacific Islander  (4)  
o Other  (5)  
         
Start of Block: Organizational Commitment - Religious Organization           
Q8 Please indicate your level of agreement with the following statements thinking 









































. (1) o   o   o   o   o   o   o    
I talk up 
this 
organizati


























on. (3) o   o   o   o   o   o   o    
I find that 
my values 











that I am 
part of this 
religious 
organizati









best in me 






(6) o   o   o   o   o   o   o    
I am 
extremely 









g at the 
time I 
joined. (7) o   o   o   o   o   o   o    
I really 
care about 




on. (8) o   o   o   o   o   o   o    
For me 
this is the 






be a part 
of. (9) o   o   o   o   o   o   o    
         




Start of Block: Interpersonal Trust - Religious Organization  
         
Q9 Please indicate your level of agreement with the following statements thinking 


























If I got 
into 
difficulties 















(2) o   o   o   o   o   o   o    
I have full 
confidenc
e in the 
skills of 
my church 






















to treat me 












(6) o   o   o   o   o   o   o    
I have 
complete 













y. (8) o   o   o   o   o   o   o    
         
         
Start of Block: Institutional Trust - Religious Organization  
         
Q10 Please indicate your level of agreement with the following statements thinking 









































view. (1) o   o   o   o   o   o   o    
Managem









future. (2) o   o   o   o   o   o   o    
Managem
ent seems 
to do an 
efficient 
job. (3) o   o   o   o   o   o   o    







to treat me 
fairly. (4) o   o   o   o   o   o   o    
         
         




         
Q11 Please indicate your level of agreement with the following statements thinking 








































. (1) o   o   o   o   o   o   o    
I talk up 
this 
organizati




on to work 
for/be 
involved 






























that I am 
part of this 
organizati






best in me 












glad that I 
chose this 
organizati






g at the 
time I 
joined. (7) o   o   o   o   o   o   o    
I really 
care about 
the fate of 
this 
organizati
on. (8) o   o   o   o   o   o   o    
For me 
this is the 





be a part 
of. (9) o   o   o   o   o   o   o    
         
         
Start of Block: Interpersonal Trust - Civic Organization     
         
Q12 Please indicate your level of agreement with the following statements thinking 
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I have full 
confidenc














s were not 
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to treat me 










(6) o   o   o   o   o   o   o    
I have 
complete 












y. (8) o   o   o   o   o   o   o    
         





Start of Block: Institutional Trust - Civic Organization     
         
Q13 Please indicate your level of agreement with the following statements thinking 








































view. (1) o   o   o   o   o   o   o    
Managem








future. (2) o   o   o   o   o   o   o    
Managem
ent seems 
to do an 
efficient 
job. (3) o   o   o   o   o   o   o    






to treat me 
fairly as a 
volunteer. 
(4) o   o   o   o   o   o   o    









Q14 Please use the space the below to share any additional thoughts about your 
experiences within voluntary organization.  
_____________________________________________________________
___   
_____________________________________________________________
___   
_____________________________________________________________
___   
_____________________________________________________________
___   
_____________________________________________________________
___   
            
  
    
         
 
